INTRODUCTION
Leadership begins and ends with people; their aspirations, feelings, motivations and the way they communicate. Winston A B S T R A C T This paper explores preference to the style of decision making (managerial, analytical, conceptual and behavioural), (Alan Rowe, 1992) , management styles (relationship-oriented leadership and management by objectives), (Fiedler, 1987) and personality traits (extraversion, neuroticism and psychoticism), (Eysenck, 1998) . The convenience sample of 61 respondents (principals of primary and secondary schools from Macedonia) were subjected to decision making style inventory (Decision Style Inventory -DSI) of 20 claims, a questionnaire to assess the management style (Least preferred coworker -LPC) composed of 18 bipolar adjectives, and a personality test (Eysenck Personality Questionnaire -EPQ) composed of 90 items in the form of questions. Results show that schools lean towards directive style of decision making with a combination of democratic-participatory style that includes subordinates in the process of decision making. The results also demonstrate that school principals prefer management style motivated by relationships; they are more introverted and emotionally stable. The findings indicate a necessity for a new generation of managers who will be different from the traditional managers. It is evident that the future will require managers with leadership styles different from the traditional in Republic of Macedonia. Given that the school is a basic organisational cell on which the educational system of the country is based, the proposed findings present an occasion for developing new ideas and practices that may yield great results. This would increase the flexibility and adaptive capacity of the school as a modern organisation. Thus, these findings have practical implications as they may direct special training of principals in order to apply the best management style, or style that is most appropriate for certain situations, certainly through coordination of the desired profile of the principal and the business strategy, development and maturity of the organisation.a particular style of decision making. Rowe (1992) determined styles of decision making through combining cognitive complexity and value orientation. Cognitive complexity stems from the use of information to the conceptual ability of parallel information processing and generalisation, i.e. determining strategy. Value orientation is based on the orientation of technical values (tasks) to the orientation of organisational values (people). The styles of decision making that Alan Rowe talks about are the following:
-Directive -used by autocratic leaders who show tendency to behave aggressively. They make decisions on the basis of a relatively small amount of information and lack tolerance for vague information.
-Analytical -managers with analytical style in cognitive terms are complex. They make decisions by researching extensive data and have increased tolerance for vague information.
-Conceptual -is notable in managers with need for recognition and success. They make decisions based on extensive elaboration of data and tend to be creative and inventive.
-Behavioural -characterises managers with exaggerated need for acceptance (affiliation) and democratic relations with subordinates. They make decisions taking care to maintain good relations with other employees.
Early analyses of leadership, from 1900 to 1950, defined the features of the relation between a leader and their followers. The findings that not a single feature or combination of features can explain leadership abilities in entirety has prompted many researchers to begin studying the impact of situation on leadership skills and behavior (Day and Antonakis, 2012 ).
Fiedler's contingency theory is an attempt to explain how the situation models the relation between the personality of the leader and effectiveness (Nikoloski, 2000) . Fiedler attempted to predict leader effectiveness based on a personality trait called least preferred coworker (LPC). This theory covers two management styles -relationship-oriented leadership and management by objectives. Managers motivated by objectives are primarily focused on achieving goals, while managers motivated by interpersonal relations aim to develop close interpersonal relationships with subordinates. These two styles are analogous, perhaps even completely identical with the styles oriented towards people and work.
The preferred management style reveals various aspects of organisational behaviour, in which the variables of personality have great importance because they are one of the major conditions that affect the behaviour and the person determines behaviour in a defined situation as per Catell (Peck, 1978) . Or, "leadership is largely a phenomenon that stems from the personality of a leader" -Čizmič (Čizmič, 1995, p. 64) . The discovery of the relation between management styles and personal traits enables strategic implementation of organisational goals, greater efficiency and higher performance (Yukl, 2010) .
Eysenck defines personality as "a whole set of actual and possible forms of reaction of an organism determined by heredity and environment, and accrued and developed through interaction of four main areas: cognitive (intelligence), conative (character), affective (temperament) and somatic (constitution)" -Eysenck (Eysenck, 1998 per Lojk, 1991 . In his research and study of personality Eysenck (Eysenck, 1998 per Lojk, 1991 , using a statistical technique factor analysis, extracted three basic dimensions or personality traits that he believed to be most important in addition to intelligence:
A) The trait extraversion (E) is a continuum whose ends are arranged in "clean", extreme forms of extraversion and introversion, which include fewest people because most people are closer to one or to the other end of this continuum. Each individual occupies a different position in the same continuum.
B) The trait neuroticism (N) is described by two extremes: emotional stability and emotional lability.
C) The trait psychoticism (P) is defined by two extremes: hardness, rigidity, intransigence, aggression, indifference of the person as opposed to a person that is indulgent, sensitive, empathic, cares for other people.
These traits are normally distributed in the general population, which means they are present in all humans in varying degrees and only the extreme forms of the continuum of normality represent pathological abnormalities.
The definition of the research problem and the postulation of the hypotheses in this study were determined by the: Theory of human nature, in particular the view of the complexity of human nature and its variability, Bojanović (Bojanović, 1988 ); Fiedler's contingency theory, which is an attempt to explain how the situation models the relation between the personality of the leader and effectiveness, Fiedler (Fiedler, 1978 ); Eysenck's theory of personality, which provides useful model for understanding individual behaviour and creation of verifiable predictions, Peck (Peck, 1978) ; Thus, there are three hypotheses:
1. School principals have more pronounced directive and conceptual style of decision making and less pronounced analytical and behavioural style of decision making.
2. School principals prefer relationshiporiented leadership and show lesser preference for task-oriented management (management by objectives).
3. In school, principals' extraversion is most notable as a trait, while psychoticism is the least notable.
MATERIALS AND METHODS

Respondents
The survey was conducted on a convenience sample of 61 respondents (principals of primary and secondary schools). According to the number of valid questionnaires for variable styles of decision making and personality types, the number of respondents is 58 principals of primary and secondary schools. According to the number of valid questionnaires for variable management styles, the number of respondents is 61 principals of primary and secondary schools.
Measurement instruments
The decision making style inventory (DSI) by the author Rowe consists of 20 claims that the respondent completes with 4 different statements concerning the 4 styles of decision making: managerial, analytical, conceptual and behavioural style. The respondent is required to rank the statements of every claim according to a 4 -degree correspondence scale of 1 (least correspondence) to 4 (most correspondence for the respondent -a manager). Data on the internal homogeneity of the applied measurement instrument obtained for the sample in this study show that the values of α -coefficients for the four styles of decision making are of low internal consistency.
The questionnaire "Least preferred coworker" (LPC) developed by Fiedler (Fiedler, 1984) was used in the study in order to assess management style.
The management style is determined by describing the least compatible coworker when it comes to performing tasks, i.e., the least-preferred coworker score is determined by asking the manager to remember all of their past and current associates, choose the one with whom they would not work well, and rate the associate on a scale that consists of 18 bipolar adjectives by selecting the corresponding number from 1 to 8 for each of the adjectives (e.g. friendly -hostile, cooperative -uncooperative, efficient -ineffective).
The final score is the sum of the ratings rounded up to 18 items. The lowest possible score is 18 and the highest possible score is 144. If the score is lower, it indicates that the individual is motivated by tasks, whereas a higher score on the scale indicates individuals motivated by relationships. The internal consistency, that is, the value of the α-coefficient of the LPC scale, obtained on the sample in this study, is high.
The personality test (EPQ) consists of 90 items in the form of questions. The respondent responds by selecting one of the two offered alternatives -YES or NO -during an indefinite period of time. The total individual score for each scale is obtained by simply counting all selected YES and NO responses that measure the corresponding dimension using the appropriate scoring key for the answers. In the EPQ inventory, the traits neuroticism and extraversion as well as the L -scale have acceptable internal consistency, while psychoticism is of low internal consistency.
Procedure
Data collection took place in the period from January 2016 until May 2016, in the workplaces of the respondents.
Statistical data processing
Data are processed with the statistical program SPSS -20 and the basic statistical indicators (arithmetic mean, standard deviation, highest and lowest score) are presented for all the used variables.
RESULTS
From the data presented in Table 1 , it is evident that school principals favour the directive style, while the behavioural style is least pronounced. From the data presented in Table 2 , it is evident that school principals are more motivated to have close interpersonal relationships with other people in their work. From the data presented in Table 3 , it is evident that school principals display more extraversion and neuroticism, while the psychoticism trait is less pronounced. 
DISCUSSION (DISCOURSE)
The basic constructs in this paper are styles of decision making, management styles, personality traits and workplace. Namely, on numerous occasions, referring to the results of the research that dealt with the issues of the aforementioned variables, it was emphasised that decision making is one of the most frequent and most important managerial activities and that leadership, among other things, is a projection of the personality of the manager, that is, leadership is a phenomenon that stems from the personality of the leader.
The definition of the research problem and the postulation of the hypotheses were guided by the: Theory of human nature, in particular the view of the complexity of human nature and its variability, Bojanović (Bojanović, 1988); Eysenck's theory of personality, which provides useful model for understanding individual behaviour and creation of verifiable predictions, Peck (Peck, 1978); Fiedler's contingency theory, which is an attempt to explain how the situation models the relation between the personality of the leader and effectiveness, Fiedler (Fiedler, 1978) .
The results of the research showed that primary and secondary school principals have significantly pronounced directive style.The prominence of the directive style of school principals or dominance of this style in the application within these institutions suggests that they are more autocratically managed organisations. These managers make decisions quickly and prefer clearly defined rules and relations, order and security (Karavelioğlu, 2014) . The descriptive statistics also show that the analytical style is present in levels above-average. Rowe (Rowe, 1992 according to McKenna, 2000 suggests that the analytic style is inherent for managers who value achievements and who display a certain tendency towards autocratic governance.
Starting from the findings of Burns and Stalker (1961 according to McKenna, 2000) , the directive and somewhat analytical style are considered relevant to a bureaucratic (mechanical) structure that is organised on the basis of hierarchical relations of authority, vertical one-way communication in top -bottom direction in the organisation, and centralisation of decision making. Applying the analytical style suggests a certain tolerance managers have for insufficiently clear information as well as endeavour to make right and sound decisions for the organisation. The two prevailing styles emphasise the need for power and the achievements of the managers. Rowe (1992 , according to McKenna, 2000 also points out that the directive and analytical decision making style belong to the left hemisphere, which is responsible for logical thinking, analysis, serial information, speech management as well as abstract logical reasoning.
Descriptive indicators further point out that the conceptual and behavioural styles are less pronounced among principals of (primary and secondary) schools, partly confirming the first hypothesis. Given that these styles belong to the right hemisphere, intuition and creativity in making decisions are inevitable. Thus, these principals, in addition to directive style that indicates tendency for autocratic behaviour, nevertheless apply democraticparticipatory style that includes subordinates in decision making, in order to make better decisions influenced by intuition and creativity. In the role of auxiliary styles, they use the conceptual and behavioural styles of decision making. This finding mirrors Rowe's opinion (1992 , according to McKenna, 2000 that the styles of decision making are never expressed in absolute pure form, so that when one of the styles is prominent this does not mean that there are no impurities from another style in combination.
The conclusion is that in schools there is a tendency towards directive decision making with a combination of a democratic-participatory style that includes subordinates in making decisions. According to the average expression, managerial decision making styles can be ranked starting from directive as the most pronounced to behavioural as the least pronounced style, which is in accordance with the ranks of percentage distribution of styles among the Yugoslavian (Serbian) managers -85% directive, 81% analytical, 73% conceptual and 60% behavioural style, Maletić et al. (Maletić et al., 1994) . These results are similar to the results obtained in Marković's research (Markovič, 2006) where the situation is as follows: the analytical style is prevalent, then the directive, conceptual and ultimately, the behavioural style. The only difference is in the reverse order between the analytical and the directive style. Research carried out about managers in Japan, according to Maletić et al. (Maletić et al., 1994) , show that the prevalent style among Japanese managers is the conceptual, and then analytical, directive and behavioural, while the analytical style is distinct among US managers, then the conceptual, directive and behavioural style.
What appears significant, and serves as a bold conclusion, is that when it comes to the managers in Macedonia and the managers from the countries of the former Yugoslavia, the styles of one brain hemisphere are distinct and prevalent, seeing as both the directive and analytical style belong to this hemisphere. In Japanese and American managers, the conceptual and analytical style are most pronounced, and these belong to different brain hemispheres -the conceptual to the right, whereas the analytical style belongs to the left hemisphere. It is evident, even though it is a bold conclusion, that the managers from the more developed world, e.g. Japan and America, use the two hemispheres of the brain in the process of making decisions, unlike the Macedonian managers and the managers from the countries of former Yugoslavia, where the prominent styles stem from the same hemisphere. This interested Ned Herman (Ned Herman, 1996) , who studied the dominance of a particular quadrant of the brain and, accordingly, the mental preferences of members of different nations.This certainly represents a wide area for further research.
In the second hypothesis, as expected, the school principals showed preference for a management style motivated by relationships, rather than motivated by objectives.
From the descriptive statistics on management styles, it is evident that school principals manifest significantly more pronounced tendency towards close interpersonal relations.
The obtained results from this research, in accordance with Fiedler's interpretation (Fiedler, 1978) that the LPC score is an indicator of the hierarchy of the motives of the manager, suggest that school principals are more motivated to have close interpersonal relationships with employees, whereas the attainment of their objectives is a secondary motive that will become important only if the primary motive for affiliation is already satisfied. These managers see their least preferred associate in a positive light, because their primary need is to maintain good relations with others, to get along, and their secondary needs are directed towards the objective. Similarly, Likert (Likert, 1961 , according to Bojanović, 1988 states that: People-oriented managers do not give detailed instructions on how the work should be done, but instead offer only general instructions, starting from the assumption that the employees are responsible and capable of organising the work on their own. This can also be considered as a justified assumption in our research. In addition comes the research of Shawn (2009), which shows that there is a positive relation between all the factors of transformational leadership and all the factors of school culture, seeing as the transformational leader treats their employees as the greatest valuable of the organisation. Furthermore, this type of leader stimulates the employees intellectually, offers them a significant role in decision making and motivates them to pursue higher goals, not just objectives of immediate interest, and enables employees to give their www.ijcrsee.com 52 best contribution to the organisation -Hunt, Osborn (Hunt, Osborn, 1995) . In view of the fact that the role of a principal is considered essential for the successful implementation of educational goals, the demands of school leaders are constantly increasing, creating an unlimited number of challenges. Kahn and Katz (Kahn and Katz, 1978) believe that some managers are inclined towards one, and others to another management style, because the styles in question fit their personality traits. The orientation to objectives and people may be taken as two tasks performed by the manager; the most favorable circumstance is when the two tasks are undertaken by the same manager. In the same vein, Kahn and Katz argue that orientation to objectives and people is not only a reflection of the manager's personal attributes, but also reflects the characteristics of the organisation.
The contingency theory emphasises that leaders are not effective in all types of situations. It is also very important that when considering the concept of leadership, the situation in the organisation should be taken into account. This theory provides information about the type of leadership that is highly likely to be effective in a particular context. By obtaining the LPC scale score and describing the three situational variables, the likelihood of one individual's success in a particular situation can be determined. The data obtained from the LPC scale can also serve in development of a leadership profile, and can be used along with other data in human resource planning in order to develop the profile of the individual and the best way they can fit into the organisation.
A research by Ahmad, Wagar and Khan (M. Ahmad; S. Wаgar; R. M. Khan, 2010) suggests that the management style should have a direct impact on the level of organisational commitment of the employees and is moderated by the characteristics of the employees as well as environmental factors. Efficiency here depends on the way managers manage to balance the demands of the objective and the relations between employees.
According to Bojanović (Bojanović, 1988 ) the efficiency of the work depends on the motivation of the employees and their abilities. Sometimes the nature of the work requires authoritative management style due to the motivation type of the employees and their personality traits. Considering the fact that many features of the human nature change throughout life, the way of making decisions in the work, that is, the management style should present a challenge to those characteristics of a person that are susceptible to change.
The findings about the personality traits -extraversion, neuroticism and psychoticism -among school principals will be discussed in continuation.
Psychologists have always been aware of the meaning of the description of the main forms of human behaviour. The review of Eysenck's book (Lojk, 1991) confirms the aspect, which recognises the existence of two clear and very important traits. These are extraversion -introversion and neuroticism, or emotional balance -imbalance. Even though Eysenck does not want to deny the existence and meaning of other personality factors, he is convinced that E and N contribute more to personality description than any other combination of factors outside the cognitive domain.
In accordance with the hypothetical framework of this research, it was assumed that the school principals predominantly displayed extraversion as a trait, whereas psychoticism was the least expressed of the traits among them. Descriptive statistics support this assumption, thus confirming the hypothesis.
Extraversion, as the prefix suggests, has no relevance to the categorical distribution, but as previously mentioned, represents a continuum whose ends hold the "pure", extreme forms of extraversion and introversion, which include the smallest number of people, taking into consideration that most people approach one or the other end of this continuum. Each individual takes up a different position in the same continuum. According to the results of this research, it follows that bank presidents are more extraverted than school principals, or friendlier, more communicative, socially more expansive, easily adaptable. They are less fond of individualistic activities, preferring changes, and they are more initiative, adventurous, and optimistic compared to school principals.
In terms of prominence of neuroticism as a trait, arithmetic means show that school principals are emotionally stable. They are balanced and their emotional reactions are slower and milder.
Studies have confirmed that neuroticism is closely related to the hereditary degree of lability of the autonomic nervous system, while extraversion is dependent on the degree of prevalence of the excitation phase, i.e. inhibition of the central nervous system. This balance is probably genetically determined and related to the ascending pathways of the reticular formation.
The influence of the inheritance of ex- Vol. 5, No. 2, 2017. www.ijcrsee.com 53 traversion and neuroticism has often been the subject of research of various authors, and perhaps the clearest evidence for this is the Shields survey from 1962 (Lojk, 1991) , which discovered that there is high correlation of both extraversion and introversion found in monozygotic twins who were reared separately. Generally, it can be concluded that many stakeholders speak in favour of the view that legacy still has a very important role in the development of all three personality traits: extraversion, neuroticism and psychoticism. It seems that when it comes to individual differences, genetic factors play a greater role than the environment. Personality development according to Eysenck is a result of interaction of genetic predispositions, the basis of which are the structure and functionality of the nervous system and the external environment in which a person develops. Taking into account that the nervous system of different organisms possess differing properties, different persons establish dissimilar relations with the same environment. In this way, the same objective environment participates in creating differences between people in terms of personality traits. Considering the varying genetic basis of the introverted and extraverted persons, socialisation as the most important way to personality development would be successful on different levels; an extraverted predisposition will often be countered by existing norms, unlike the introverted disposition.
It should be pointed out that Eysenck does not overemphasise the genetic conditionality of a person in terms of environmental factors, but himself claims that whether the extraverted disposition will become a personality type depends on the environment. The autocratic way of educating children is a more convenient method for the socialisation of extraverted types of individuals than for the introverted types of individuals.
Considering that the EPQ questionnaire has been used for a long time, and Eysenck himself has devoted considerable time to its creation through factor analysis as well as auditing it, the instrument should be trusted. What is favourable is the fact that in the main review of existing factor analytic studies of personality, suggests the existence of three main factors, which are very similar to the factors measured by EPQ (Lojk, 1991) . This confirms that the choice of the three factors is neither superficial nor subjective, but rather the result of an experimental record. In addition, according to Pek (Peck, 1978 ), Eysenck's theory is practical for creating verifiable predictions and presents a useful model for the differences between groups of individuals. However, Pek suggests that more attention should be paid to other factors, above all to social learning and cognitive factors.
On that account, according to the results of this research, the conclusion is that school principals prefer a management style motivated by relationships; they are more introverted and emotionally stable. School principals lean towards directive style of decision making with a combination of democratic-participatory style that includes subordinates in the process of decision making.
Observing the results of this study, the discussion is further elaborated upon with the findings presented in the Gino, Grant and Hofmann study (Gino, Grant and Hofmann, 2010) . Based on previously conducted research, the authors state that the success of the leader depends on the members of the team when it comes to choosing between an introverted or extraverted person. In fact, when team members possess a lot of knowledge, the introverted leader is far superior to the extraverted leader, who, as a rule, diminishes the success of such a team due to their own desire for domination. In a situation of this type, a moderate, mild and non-directive management style, which introverted people normally possess, gives significantly better results compared to the directive style.
Unlike introverts, extraverted individuals are more dominant and aim to have the final word. Because of this, extroverts are not particularly good listeners and tend to assume the ideas of other people. Their inclination to impose their own solutions only presents an advantage when managing people who need to be told what they need to do, but not in the case of managing a professional team.
It can be said that integrity (possession of strong moral principles) is characteristic of introverts who are prepared to distance themselves from others and remain alone against everyone if their moral principles and their personal dignity are threatened. It is harder for extroverts to do the same, because they are constantly looking for company and they are emotionally dependent on other people to an extent.
The position head of company carries with it a burden of loneliness that introverts are able to tolerate more easily compared to extroverts.
Although at first glance, according to Gino, Grant and Hofmann (Gino, Grant and (IJCRSEE) Vol. 5, No. 2, 2017. www.ijcrsee.com 54 Hofmann, 2010), extroverts seem destined to become successful leaders, experience shows differently in many cases. The best examples of introverts becoming successful leaders are Bill Gates, the founder of Microsoft and Jeff Bezos, the founder of Amazon.
Some new studies warn that the work system that does not recognise the value of introverts experiences a loss when they fail to promote them to higher positions. Due to the stereotypical representations of leaders, the general view is that the leader is an extraverted, assertive and dominant person. Not only that, but also that the majority of decisions in the process of selecting managers is based on big ego and personal ambitions of one such person. It is not unusual to comment in professional circles that someone is not capable of being a manager because they are too modest, withdrawn and insufficiently fierce.
This attitude is not uncommon in Macedonia and in the countries of former Yugoslavia, taking into account the results of studies which show that aggressive styles are more desirable in this region compared to other countries, as discussed above.
Even though decisions made by employers should be impartial and free from the influence of their personal value system, this is not the case in practice. In fact, decisions about hiring or promotion in good part are determined not only by the personal value system of the decision-maker, but also are a reflection of the organisational culture, and indirectly, the national culture.
Thus, the results of a 2009 study by researchers at the University of Minnesota, according to Gino, Grant and Hofmann (Gino, Grant and Hofmann, 2010) , speak of the fact that extraverted individuals climb the hierarchical constellation more easily because extraversion is more desirable than introversion in the Western culture. In fact, out of all the executives who were included in the study, as many as 60% of them were singularly extraverted.
Introverts have leadership qualities as well, though they are not obvious at first glance. In actuality, introverted individuals are generally receptive to different ideas; they listen carefully, give preference to deeper conversations rather than small talk, and are particularly aware of how others perceive them and what others expect from them.
Researchers who explore this area according to Gino, Grant and Hofmann (Gino, Grant and Hofmann, 2010) advise that it is crucial for introverted people to fight for visibility when it comes to their personal qualities and work, so that others would not benefit unfairly from their contribution. Introverts have numerous qualities that are significant for leadership positions, especially nowadays, considering the increasing tendency towards the fifth level of leadership (Level 5 Leadership: The Triumph of Humility and Fierce Resolve; Good to Great: Why Some Companies Make The Leap and Others Don't by Jim Collins). Introverts are more suited to this type of leadership than extroverts. Namely, according to Gino, Grant and Hofmann (Gino, Grant and Hofmann, 2010) , the qualities of this type of leader are modesty, mildness, calm determination, highly developed self-awareness and self-control, and patience. That is, as people say -"Still waters run deep".
CONCLUSION
The culture, beliefs and value system in Republic of Macedonia as well as the specificity of the current state of the country influence the decision making process. The findings indicate a necessity for a new generation of managers who will be different from the traditional managers. It is evident that the future will require managers with leadership styles different from the traditional in Republic of Macedonia (Azeska, 2015) .
Managerial education and training, coupled with organisation and other measures, would diminish the extreme characteristics of autocratic leadership and would contribute to strengthening the leadership that would be equally oriented towards both objectives and interpersonal relationships, which would be much more convenient for the current as well as the coming times. In fact, accepting and integrating possible leadership styles would result in the best opportunities for success. For a successful appearance and persistence in the processes of globalisation, the necessity for permanent and organised managerial education is implicit (Azeska, 2015) .
The conclusion is that this research contributes to the expanding of empirical knowledge in the area of decision making within the school as fundamental organisational cell on which the educational system of the country is based.
